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ABSTRACT 
Employees are the important to every organisation. Managing the employees are the 
crucial practice to improve their good feeling towards the organization. This study 
attempts to examine the linkage between HRM practice and organizational commitment 
among the employees in Oil and Gas Companies in Malaysia. Two main oil and gas 
companies were selected as the selected institutes to be studied. The shared service 
employees from both companies were treated as the respondents. The respondents were 
randomly selected from the companies based on the culculation of respondents selection. 
400 questionnaire were sent to the respondents. Data were collected using structured 
questionnaire adopted from previous study and were analysed using computerised 
statistical tools, known as SPSS version 18.0. Results indicated that there were no 
significant differences in the level of organizational commitment among employees 
according to their demographic background. Organizational commitment were found to 
have significant association with all HRM practices studied. Almost 60 percent of 
organizational commitment were expalined by HRM practices. Performance appraisal 
was the important variable to measure organizational commitment. Suggestions were 
made at the end of the study to enhance the level of organizational commitment among 
employees, ecspecially in Oil and Gas Companies. This study had succesfully described 
the nature of HRM Practices and organizational commitment among employees in oil and 
gas companies in Malaysia and can be important reference in the future. 
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ABSTRAK 
Pekerja merupakan sumber yang amat penting kepada setiap organisasi. Amalan 
pengurusan kepada pekerja penting kerana ia akan meningkatkan perasaan yang positif 
kepada organisasi. Kajian ini akan mengkaji perhubungan antara Amalan Pengurusan 
Sumber Manusia dan komitmen organisasi dalam kalangan pekerja di syarikat minyak 
dan gas di Malaysia. Dua syarikat minyak dan gas utama di Malaysia telah dipilih. 
Pekerja perkhidmatan di kedua-dua syarikat merupakan responden dalam kajian ini. 
Responden kajian dipilih secara rawak bebas berdasarkan kiraan sampel kajian dari 
kedua-dua syarikat. 400 soal selidik telah dihantar kepada para responden. Data 
diperolehi menggunakan soal selidik berstruktur yang diadaptasi dari kajian-kajian yang 
lepas dan diproses, diurus serta dianalisis menggunakan program komputer dikenali 
sebagai SPSS versi 18.0. Hasil kajian menunjukkan bahawa tidak wujud sebarang 
perbezaan dalam komitmen organisasi antara pekerja mengikut latarbelakang mereka. 
Kajian turut mendapati bahawa terdapat hubungan yang signifikan antara amalan 
pengurusan sumber manusia dengan komitment organisasi. Lebih 60 peratus komitment 
organisasi adalah dipengaruhi oleh amalan pengurusan sumber manusia. Di akhir laporan, 
cadangan-cadangan yang berkaitan telah diberikan bagi meningkat tahap komitmen 
organisasi dalam kalangan pekerja, terutamanya dalam syarikay minyak dan gas. Kajian 
ini telah memberikan gambaran mengenai amalan pengurusan sumber manusia dan 
komitmen organisasi dalam kalangan pekerja di syarikat minyak dan gas di Malaysia dan 
akan menjadi rujukan yang penting pada masa hadapan.  
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CHAPTER 1 
INTRODUCTION 
 
1.1 Introduction 
This chapter discusses the background of the study and followed by the statement of the 
problem. Base on the discussion, this chapter develops research questions and research 
objectives. Significant of the study were then outlined at the end of the chapter. 
 
1.2 Background of the Study 
The concept of organizational commitment, commonly defined as “a psychological link 
between the employee and his or her organization that makes it less likely that the 
employee will voluntarily leave the organization” (Allen & Meyer, 1996, p. 252), has 
been a prevalent topic of study in organizational research in recent years. As this 
definition implies, organizational commitment is important in large part because it is an 
antecedent of employee turnover (Arnold & Feldman, 1982; Koch & Steers, 1978; Porter, 
Steers, Mowday, & Boulian, 1974). Some researchers have reported organizational 
commitment to better predict turnover than job satisfaction (Koch & Steers, 1978; Steers, 
1977), another commonly researched job attitude. It has also been shown to be an 
The contents of 
the thesis is for 
internal user 
only 
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